Executive training: an expression that has long seemed anachronistic. Yet rising uncertainty, upheavals in the corporate environment, increasing pressure from shareholders and stakeholders, in short, the growing complexities of the executive function, have revealed the glaring necessity of offering top executives development training appropriate to their needs.
Introduction
Executive training is a recent issue about which little has been written so far. Up to the 1980s, especially in French companies, training was the prerogative of members of staff (excluding the top executive level) to enable them either to adapt to new contexts, new tasks and new tools or to progress and assume more responsibilities through skills training and, sometimes, to find new sources of personal fulfilment. This pattern of continuous vocational training with its wellknown law of 1971 was where things remained and, apart from attendance at a few glamorous conferences (which were rarely considered related in any way to training), top executives did not feel concerned.
It was not until the 1990s that top executives began to talk (seldom explicitly, at first) about training needs. Economic and geopolitical instability certainly had something to do with it. There were upheavals caused by the new economy, then by the bursting of the speculation bubble, the accelerated pace of mergers and acquisitions, the scale of the trend towards concentration (as in the pharmaceutical industry, aeronautics and the world of insurance and banking) and the globalisation of trade. The late 1990s and the beginning of the twenty-first century were marked by uncertainty, instability, complexity and change. Oldstyle qualifications, with their strongly predictive bias, 1 which had served as a handy passport for most executive careers, proved manifestly inadequate; they could even be an obstacle. When one is a brilliant student from an engineering school, trained to solve problems on the basis of statements comprising the right number of parameters and unknowns, and which admit of only one right answer, is one really best prepared for modern business life, in which there are always too many parameters, or not enough, never admitting of just one single 'correct' answer?
Twenty years ago, the top executive could still be aware of a certain, mostly undistorted reality, as he read through his performance indicators, as long as he had had a solid initial training 2 based on rational disciplines. This is no longer the case: knowledge today rapidly becomes dated, and the quantity of information that passes through workstations blurs the rigour of judgement.
To assess top executives in the light of their know-how is no longer relevant. There is no longer even any discussion of their technical skills, which are taken for granted. The present focus is on the ability to be ('savoir-être'), which is becoming the principal tool to predict the top executive's potential for success. The more one directs, the less one is assessed on knowledge and know-how, and the more on one's ability to be (Figure 31.1) .
Running a business in uncertainty, managing in complexity, guiding change, and creating a vision, are all topical issues which could easily become the titles of top executive training programmes, though with perhaps a little more decency: people will speak most often of developing a top executive, not of training him.
Since knowledge and know-how no longer guarantee the permanence of the top executive, or his effectiveness, the company faces the question of his training.
How do you train a top executive?
This question is obviously paradoxical. We expect leaders to know, not to be trained! Ways of training top executives are essentially concerned with their ability to be (self-knowledge capacity), and very specific tools are employed for 
